

































 Success of Boundary Spanners in East Asia 





In today’s world economy, the role of boundary spanners (BS) in 
multinational corporations (MNCs) growing, since MNCs are increasing 
their cross-border activities in East Asia. In order to succeed in the host 
country business environment, it is necessary for BS to develop cross 
cultural competence. There is a lack of investigations about how BS explores 
cross-cultural competence in East Asian. 
 
The purpose of present research is to:(1) The identification of key 
institutional and cultural factors affecting the role of boundary spanners.(2) 
The development of a theoretical framework for defining and measuring 
cross-cultural competence by three perspectives: network, adjustment and 
preferences.(3) The exploratory investigation of this theoretical framework 
both from the organizational and the individual levels. Both quantitative 
and the qualitative approaches were employed in this research.  
 
The data was collected from primary and secondary sources. Ownership of 
organizational factor, power distance and uncertainty avoidance of cultural 
factors are associated to influence the international assignment of boundary 
spanners. The boundary spanners need to develop cross cultural competence 
more independently, as headquarters are lacking strategies to support them. 
The boundary spanners from emerging countries show different regional 
patterns in Japan. In aiming to develop leadership from cross cultural 
competence, boundary spanners need to seek constantly to integrate with 
global business communities, while at the same time remain committed to 
promoting their local businesses. From an organization perspective, this 
research presents a hybrid solution of the IHRM model for JV to create cross 
cultural competences in Japan. 
 
The findings imply that the headquarters of MNCs should try to learn from 
these boundary spanners proactively how to balance global and local 
management practices. The development of an adequate global HR strategy 
could empower those organizations to conduct CCM with more global 
competence. 
 
 
 
